This study aims to examine the predictors and consequences of a fair psychology contract. There are relationships between the degree of reciprocal trust and fair psychological contracts, reward mechanisms for fair psychology contracts, assessment of actual performance to a psychological contract of justice, intrinsic motivation to equitable psychology contracts, equitable psychological contracts on job satisfaction and Intrinsic motivation and Job satisfaction. The population of this study is 205 staff at Perum Damri Regional Division II and data was collected using a purposive sampling technique. The criteria of the respondents chosen were staff or employees who had worked in Damri's general company for at least 1 year. Data analysis techniques in research using software smart PLS 2.0 M3. This study contains 6 hypotheses and from the research, the results of reciprocal degrees of trust influence the fair psychology contract, but the progressive reward mechanism, the assessment of actual performance and intrinsic motivation have no effect. While fair psychology contracts and intrinsic motivation affect employee job satisfaction.
INTRODUCTION
Competition in the global market, the company strives to provide special services to customers and offers innovative and value-added products. Organizations tend to carry out restructuring, mergers and acquisitions that make organizations make changes in managing their workforce (Cappeli, 1999) . Today a number of people carry out the process of learning, writing and business people often argue whether we should ignore human resources? The debate raises serious and widespread doubts about the benefits of human resources on organizational performance. The reason is that human resources are often ineffective, incompetent and expensive, in short weakening values (Ulrich, 1997 ). An HRM practice contributes to the economic success of an organization through increasing job satisfaction. Ostroff and Bowen (2004) support that HR practices have a significant effect on employees' perceptions and attitudes but there are still few systematic attempts that are clearly mediation processes and how to influence organizational effectiveness.
Organization provides employees with what is promised and valued by the company will shape positive attitudes and behaviors. The perceived injustice in the work relations promised by the company results in attitude and behavior alteration (Kickul, 2001) . The Alniacik et al (2013) study also shows the mechanism of psychological contract satisfaction that affects organizational commitment and job satisfaction when psychological contracts of knowledge workers are fulfilled (the obligations required by the organization are effectively fulfilled), they will feel physical and psychological incentives.
One challenge that must be faced by organizations today is managing changes in the relationship between employees and organizations. Human resource practices have an impact on organizational performance by creating efficient structures and operations. The human resource system will reduce employee turnover (Guthrie, 2001) . Human resource management practices can influence relationships between employees and influence the perception of contract psychology (Sonnenberg & Koene, 2011) and have an impact on employee behavior and organizational outcomes. Based on the background, the research problem can be formulated as follows "How to manage human resource management practices by developing psychological justice contracts to improve job satisfaction?"
LITERATURE REVIEW

Relationship Between the Degree of Reciprocal Trust and Fair Psychology Contracts
Psychology
Contract violations can result in reduced elements of trust in the relationship between organizations and employees, (Deery, Iverson, & Walsh, 2006) and results in anger and low trust.
If both parties, namely the organization and employees maximize their relationship, then there is a mechanism by which both can work together effectively because the central role of trust in relationships has a direct influence on how the two work together (Coyle-Syapiro, 2002) . Guest and Conway (2001) found that one key influence of employee trust is whether or not the organization has fulfilled its psychological contract. Clinton and Guest (2004) found that the relationship between trust and contract psychology was high and reported at r = .43. The study found that 17% of 136 employees who were respondents believed that their organization had failed to fulfill its obligations and trust mediated the relationship between violations of psychological and performance contracts, OCB, commitment, job satisfaction, and the desire to leave. Furthermore, Lijo & Amurtha (2013) also found that work involvement, quality of life and trust were more common among permanent and long-term employees with clear psychological contracts than contract employees. Based on the results of research and review, the following hypotheses are formulated: H1: Degree of reciprocal trust has a positive effect on fairness psychology contracts
Relationship between Progressive Reward Mechanisms for Fair Psychology Contracts
A fair wage in agreement between employees and organizations is assumed to be money that can influence behavior ( Parker and Wright, 2001) . They tend to stick with organizations when they feel that their capabilities, effort, and performance contributions are recognized and valued (Davies, 2001) and awards have been recognized as an important element of psychological contracts which means relationships between employees and organizations. The accuracy of the award management system will motivate the application of expertise, abilities and work as well as the improvement of work processes.
The researcher supports that compensation and benefits provided by employee organizations have a major impact on contract psychology (Rousseau 1990 ). There are two basic dimensions, namely duration (short or long term) and type of compensation (specific or not specific). Rousseau (1990) relates the type of compensation to the physical contract called the type of relationship, namely (1) short-term relationships with specific performance measurements, (2) long-term relationships with non-specific performance measurements, (3) long-term relationships with specific performance, and (4) long-term relationships with non-specific performance. Organizations can design compensation systems based on the type of relationship they want to maintain. For example organizations want the establishment of long-term relationships with specific performance measurements, so the organization prepares a compensation structure that invests employees with training based on special skills, where the organization invests its employees in training based on expenditure expertise, flexible system benefits, short-term and long-term incentives. Alternatively, when organizations with long term and performance measurements are not specific, their compensation is based on seniority and institutional awards such as bonuses based on years of service. Organizations with a short-term relationship strategy will make short-term awards for performance such as sales commissions or non-cash awards such as free tours, free meals for families in restaurants in achieving sales targets.
Psychology contracts also affect their expectations of the type of compensation. For example employees who work short-term with specific performance indicators, then they will be more compensated for short-term performance such as sales commissions. Employee involvement in decision making and benefits planning is an important tool to prevent the perception of psychological contract irregularities. Based on the illustration of the review, how compensation and benefits affect psychological contracts can be used as a signal mechanism to establish this type of relationship.
H2: Progressive reward mechanisms have a positive effect on contract psychology justice
Relationship between Actual Performance Assessment of Equitable Psychology Contracts
Performance appraisal is the process of organizational involvement forming performance standards and providing employees with feedback about their level of performance.
Contracting that is characterized by performance management includes understanding the role of work, fairness, time, and accurate evaluation of performance, equitable distribution of payments and the development of opportunities and performance provisioning feedback.
Among HR practices, the performance management process plays a key role in determining employee-organizational expectations (Lester and Kickul, 2001) . In fact, the study views that the biggest issue and the greatest contribution of human resources can make changes to the scenario of relations to evaluation and assessment.
Environmental competition makes performance management the center stage with the specifications of new performance requirements as a result of strategic change, and the rewards they receive when fulfilled. Performance appraisal can affect relationships in various ways. Lester and Kickul (2001) support that organizations can improve their ability to fulfill psychological contracts through high-value psychological contract targets on their job reviews . After the information is collected about the best results of the initial process, employees can be specific about what the candidate expects in their employment relationship. When organizations provide feedback to employees about their achievements, it is a sign of employees whether or not they are contributing to their work relationship. Development of assessments in line with the long term and specific / non-specific performance measures, career management and payment based on expertise will produce a strong working relationship.
If HR practices are not in the same direction as sending employee messages and may also result in an increase in the issue of perceptions of injustice. Therefore, performance appraisal has been identified as an opportunity for employees to indicate their responsibilities to the organization and as a signal for the organization to influence employees about their psychological contracts. Performance evaluation is important as an opportunity for employees to receive appropriate feedback on their performance and help them correct the mistakes of two parties, who have fulfilled the contractual psychology section (Rousseau, 2001) .
H3: Assessment of actual performance positively influences the psychological contract of justice
Relationship of Intrinsic Motivation and Equitable Psychology Contracts
The role of psychological empowerment in facilitating creativity, there is evidence of the relationship between psychological empowerment and intrinsic motivation. Zhang & Bartol (2010) state that empowering leaders are positively related to psychological empowerment. The role of empowerment moderates the relationship between empowering leadership and psychological empowerment.
Physical contract is a set of subjective beliefs about the exchange of relationships between employees and organizations. Modern organizations need change and adaptation to survive. The implication is that long life relationships in psychological contracts are not valid in the long run and the fundamental relationship between employees and organizations has changed. Employees may perceive these changes as a violation of physical contracts that lead to decreased job satisfaction, motivation, productivity, and increased effort to leave the organization. Furthermore, differences in the types of psychological contracts will be treated differently also for employee reactions. Research illustrates that the relationship between exchange of beliefs, job satisfaction and organizational commitment supports the importance of psychological statements.
Employees have different needs based on demographics, aspirations, desires and personality. For motivation at a high level like an interesting job and recognition. Expectations of employees to be treated fairly and fair rewards will affect their business (Kim and Maourgone, 2003) . Perception of injustice produces actions such as leaving the organization (Huczynski and Buchanan, 2007) and motivation as a cognitive in the decision-making process through goaldirected behavior means individual motivation is the result of desires that affect behavior and strive to achieve these results. Lange et.al., (2011) found that violations of physical contracts were negatively related to work motivation.
Some studies found that empowerment can enlarge employees' efforts and increase employee effort when given autonomy, Wang (2010) found that psychological empowerment was positively related to intellectual motivation. Other empirical studies state that factors of participation in decision making, organizational support, and organizational justice have a major impact on work motivation and work performance. Positive impact on the organization will make employees develop emotional positives. Liu & Fang (2006) found that power sharing behavior significantly and substantially explained variation in individual performance throughintrinsic and extrinsicmotivation. This finding is instructive as support that the relationship between empowerment and indirect performance. Dewettinck et., found that empowerment has a significant relationship and is considered with the affective results of employees. found empirical evidence that there is a direct relationship between empowerment and performance. Therefore, based on theoretical arguments and previous research on the relationship between psychological empowerment elements andintrinsicmotivation, the following hypotheses are formulated:
H4: Intrinsic motivation has a positive effect on psychological contracts of fairness
Psychology Contract Relationships and Job Satisfaction
Relationship Between Equitable psychological contracts on job satisfaction
Psychological contracts are individual beliefs about obligations reciprocity in multiple relationships in multiple relationships such as work (Sebastian, 2015) . Psychological contracts refer to the expectations of employees and employers with each other and what they owe to each other (Agarwal, 2014) . Johnson and O'Leary-Kelly (2003) found that there was a negative relationship between violations of psychological contracts and job satisfaction and commitment and violations of contract psychology predicting employee behavioral responses such as suppressing in-role performance and increasing absenteeism. Lester et., Al (2002) found that the greater the level of psychological contract violations by subordinates, the less commitment to the organization.
Job satisfaction is an internal statement expressed by cognitive and affective evaluations in the work environment with levels of likes or dislikes (Brief & Weis, 2002) . The results of Jonhson and O'Leary-Kelly's (2003) study state that there is a relationship of -0.59 between violations of psychological contracts and job satisfaction. Tekleab and Taylor (2003) state that there is a correlation of -0.34 between psychological contracts and job satisfaction. When job satisfaction increases, psychology contracts also increase (Lamberts, Edwards, and Cable (2003) . The results of this study are also supported by Clinton and Guest (2004) who reported that a significant correlation of 0.35 between full contract psychology and job satisfaction. Paul et , al (2000) based on expectation theory that supports the relationship between psychological contracts and satisfaction Spreitzer (2008) found that attitudinal and behavioral outcomes have a relationship to psychology empowerment because psychology empowerment meets the intrinsic needs of autonomy and growth for example finding job satisfaction, commitment, and retention as a result of empowerment. Mibert et. al.
(2011) found that psychology empowerment was positively related to employee achievement such as job satisfaction, organizational commitment, assignment and contextual achievement, but negatively related.towards turnaround and tension intentions. Zhou et al (2014) found a positive relationship between psychological contracts and job satisfaction When workers consider their psychological contracts to be fulfilled, they will form a strong sense of identification and loyalty to the organization and they feel proud and have the satisfaction of being members of the organization. Thus, they feel they have an obligation and responsibility to work in the organization. In addition, a survey of 342 HR professionals has noticed that relationships with direct superiors, opportunities to use skills and abilities and communication between employees and senior management, autonomy and independence, organizational financial stability, work psychology contracts are themselves contributors to large job satisfaction (Employee Job Satisfaction, 2014) . Established relationships between the factors mentioned above and the effectiveness of HR professional organizations and job satisfaction will be the result of a strong psychological contract between the organization and HR employees in the long run. Lijo and Lyngdoh (2016) Environments such as materials, tools, equipment, budget and financial support affect employee training motivation (Tracey et. Al. 2001) . Tabassi et., Al (2011) found that there was a relationship between the practice of training motivation on improving task performance and efficiency. Among the types of motivation, intrinsic motivation has a large impact on employee attitudes (Deci & Ryan, 2004) . Low et al., (2001) also found that intrinsic motivation has a positive relationship to sales staff job satisfaction. Gagne & Deci (2005) support that employees who have high intrinsic motivation will be more involved in their work.
Employee development and training is one of the researches on work psychology (Chen & Klimoski, 2007) . Previous research found that the relationship between perceived training opportunities and employee outcomes was mediated through a number of individual differences and situational ariables (Meyer & Smith, 2000) . Deci & Moller (2005) argues that motivation must be studied as a mediation of how perceived relevance of training impacts motivation and as a moderation as how motivation relates to the desire to learn, for the relationship between the development reaction and employee training towards work outcomes. Leat & Al-Kot, (2009) found that there was a positive correlation between intrinsic motivation for work attitudes (job satisfaction). Liu et., Al (2006); Manojlovich & Laschinger (2002) have found that there is a positive relationship between empowerment, job satisfaction and organizational commitment. DeCicco et., found that nurses who have high satisfaction with their work and commitment to the organization are better when they feel empowered. Chang et., Al (2010) found that psychology empowerment did not mediate in full the relationship between organizational empowerment and job satisfaction because of the strong direct influence of organizational empowerment on job satisfaction. Motivationintrinsic not only increases effort, buthas a big influence on other aspects of behavior. Lee & Nie (2014) found that psychology empowerment (meaning and autonomy) mediates the relationship between teacher perceptions of supervisory empowerment behavior on the results of teacher work relationships. Johnson et al. (2010) say that commitment is a motivational phenomenon and when workers have a commitment it will generate a contribution to the organization. Rowden & Conine (2005) proposed that training motivation might be used as a tool to increase job satisfaction. Tsai et., Al (2007) found that employees who were committed to learning showed a higher level of job satisfaction that was positive in their performance. Arasli et al., (2014) stated that there was a positive and significant relationship between intrinsic motivation and job satisfaction. Based on the illustrations and arguments above, the hypothesis is formulated as follows:
H6: Intrinsic motivation has a positive effect on job satisfaction. 
METHOD
Population in this study is the state-owned company Perum and is engaged in land transportation namely Perum Damri Regional Division II. In this study the sample used was employees at Damri Regional Division II, which included Semarang, Jogjakarta, Solo, Purwokerto, Cilacap, Purworejo, Pontianak, Samarinda, Palangkaraya, and Banjarmasin. The number of samples in this study were 330 samples with a reason to use this amount meets the criteria the number of adequacy of samples recommended for the technique of maximum likelihood estimation (MLE) and the criteria of average error variance of indicator (AVE) with a minimum Progressive reward mechanism job satisfaction. sample of up to 150 with the proviso standardized loading estimates less from 0.7 and the communal value is equal to 0.5 (Hair et al., 2010) .
Intrinsic motivation
The sampling technique used in this study was purposive sampling, namely sampling or selection of respondents based on certain criteria to fit the research objectives. The criteria of the respondents chosen were staff or employees who had worked in Damri's general company for at least 1 year. The consideration is that employees who work at least one year are considered to be well-established to carry out social interactions with colleagues, direct supervisors and company management. In addition, these employees can assess various policies, rules and ways to interact with superiors. Employees like this have been able to provide an assessment to management regarding themselves and the work unit they work for.
Before conducting this research at Perum Damri, the researchers tried to contact the senior HR assistant manager by telephone and met in Jakarta to possibly allow research at the company. This study uses a survey method by distributing questionnaires to employees at Damri Regional Corporation II General Company which includes Semarang, Jogjakarta, Purwokerto, Cilacap, Solo, Purworejo, Pontianak, Palangkaraya, Banjarmasin, and Samarinda. The period of questionnaire collection is 75 days since the questionnaire was sent by express mail. The main data used in this study are primary data obtained through questionnaires as the only tool in data collection. In addition, researchers also use secondary data.
In this study we will examine the relationship between all constructs and sub-constructs using structural equation modeling (SEM). The SEM equation model is a set of statistical techniques that allows testing of a series of relatively complex relationships simultaneously. These complex relationships are built between one or several dependent variables with one or several independent variables. In addition, SEM is suitable to be used to confirm the unidimensionality of various indicators for a construct / concept / factor, test the suitability / accuracy of a model based on the empirical data studied, and test the suitability of the model and causality between the factors constructed / observed in the model .
DATA ANALYSIS
Analysis techniques in this study through two general stages, namely measurement model and structural model. Both of these stages will be analyzed using software smartPLS 2.0M3. The reason for using software this in research is because the research model used is multidimensional in nature and consists of many indicators (Ghozali, 2008) . Testing instruments (measurement model) is needed to guarantee the accuracy of the measurement results of the research variables so as to improve the scientific quality of the writing (Cooper & Schindler, 2008) . After testing the instrument, testing the structural model (structural model) also needs to be done to test all the hypotheses put forward, so that the problems in this study can be answered.
Validity of the instrument for the indicator in the reflective construct was evaluated based on convergent and discriminant validity of the indicator run using the SmartPLS software 2.0 M3.
Convergent validity is assessed based on correlation (outer loading) between the score of the item or indicator (component score) and the construct score. Convergent validity is used to determine the validity of each relationship between the indicator and its latent construct. Convergent validity is said to be high if the value of loading or indicator score correlates with a construct score above 0.70 (Chin in Ghozali, 2008) . Indicators whose loading is less than 0.70 area dropped from the analysis and re estimated.
The value of outer loading of each indicator at the start of testing the instrument still shows invalid results. In the initial instrument test, 3 invalid indicators have an value outer loading below 0.50. The indicators are all deleted and then the data is rerun runtil the sixth estimate. From the results of the eight estimation instrument test, all indicators have an value outer loading above 0.50. However, convergent validity in this case still needs to be tested by looking at the AVE (Average Variance Extracted) value. In the next step the researchers tested discriminant validity. Discriminant validity is used to show that the construct or latent variable predicts the size of their block is better than the size of the other blocks. Discriminant validity can be seen from the value cross loading. The indicator correlation value for the construct must be greater than the correlation value between the indicators and the other constructs. The value of cross loading shows the correlation of the score of each indicator to the dimensions and the variables are greater than the correlation of the score of the indicator to other dimensions and to other variables. This shows that this research has fulfilled the rule of thumb from the value cross loading required.
Another way to measure discriminant validity is to compare the roots of the AVE of a construct must be higher than the correlation between latent variables. AVE Root Value and correlation between constructs can be seen in table 2 below. Test Reliability is done to determine the extent to which the measurement tool has accuracy and accuracy of measurements that are consistent over time. According to Chin in Ghozali (2008) , an indicator is said to have good reliability if the value composite reliability is greater than 0.70. Table 4 below shows values composite reliability to test the reliability of research instruments. Table 3 above shows that all the variables tested in this study have met the rule of thumb value composite reliability required, which is greater than 0.60. This shows that all indicators in this study have met the validity and reliability test of measurement as the basis for testing instruments for testing structural models at a later stage.
Structural models were evaluated using R-Square (R 2) to construct the dependent and the significant value that is determined based on the value of the t statistic of the p-value. The magnitude of the coefficient value of each path can be seen from the value original sample between constructs. The description of the research structural model along with the coefficient values of each path and the value of R 2 of the dependent construct are shown in table 4 and table 5 below.
The value R 2 shows the magnitude of the variance that can be explained by the independent variable. The value of the coefficient path or inner model shows the level of significance in testing the hypothesis. The score for the coefficient path or inner model shown by the T-value statistic, must be above 1.96 for the hypothesis two-tailed with α = 0.05 and above 1.64 for the hypothesis two-tailed with α = 0.10 (Hair et al., 2014) . Table 5 shows the significance values of all hypotheses tested in this study.
RESULTS AND DISCUSSION
Data collected as much as 205 as many as 330 respondents means the return of questionnaires is 62.12%. The test of the relationship between variables showed that the effect of the mechanism of reward variable on psychology contracts was positively knowledgeable (0.222291) and significant at α = 0.05 with a statistical value of 1.827335 <1.96. This finding answers the purpose of the second study that examined the mechanism of appreciation of knowledgeable psychological contracts. The second hypothesis is not supported, because of the mechanism of reward no significant effect on knowledgeable psychology contracts at p <0.05.
The test of the relationship between variables shows that the effect of the actual performance assessment variable on the psychological contract is positively knowledgeable (0.172012) and significant at α = 0.05 with a statistical value of 1.341075 <1.96. This finding answers the third research objective that tests actual performance assessments of knowledgeable psychological contracts. The third hypothesis is not supported, because the assessment of actual performance does not have a significant effect on knowledgeable psychology contracts at the level of confidence p <0.05.
Test relationships between variables indicate that the influence of intrinsic motivation variables on psychology contracts is positively knowledgeable (0.169654) and significant at α = 0.05 with values statistic 1.525232 <1.96. This finding answers the purpose of the fourth research that examines intrinsic motivation towards knowledgeable psychology contracts. The fourth hypothesis is not supported, because the assessment of intrinsic motivation has no significant effect on knowledgeable psychology contracts at the level of p <0.05.
The relationship of the influence of contract psychology variables knowledgeable to job satisfaction was also positive (0.440082) and significant at α = 0.05 with a statistical value of 3.846062> 1.96. This finding answers the fifth research objective that examines the effect of knowledgeable psychology contracts on job satisfaction. The fifth hypothesis is supported, because statistically knowledgeable psychology contracts have a significant effect on job satisfaction at a level of p <0.05. This is in line with the Brief & Weis study, 2002 where job satisfaction is an internal statement expressed by cognitive and affective evaluations in the work environment with levels of likes or dislikes. Individuals who believe will get what they expect seems more satisfied with their work (Guest & Conway, 1999) . In line with Tekleab and Taylor (2003) research states that states that there is a correlation of -0.34 between psychological contracts and job satisfaction. When job satisfaction increases, contract psychology also increases (Lamberts, Edwards, and Cable (2003) .
Test relationships between variables indicate the effect of the relationship of variables
intrinsic motivation to job satisfaction is also positive (0.433075) and significant at α = 0.05 with statistical value 4 , 740986> 1.96. This finding answers the sixth research objective that examines intrinsic motivation to job satisfaction. The sixth hypothesis is supported, because statistically intrinsic motivation has a significant effect on job satisfaction at a p <0.05 level. This is in line with
Maurer & Tarulli's research 1994 where in the context of training motivation can affect the desire of employees to attend training programs. Some researchers show that there is a relationship between training motivation and training effectiveness (Facteau et., Al. 1995) Quinones (1995) Tabassi et., Al (2011) found that there was a relationship between the practice of training motivation on improving work teams and efficiency assignment. Among the types of motivation, intrinsic motivation has a large impact on employee attitudes (Deci & Ryan, 2004) . Lu (1999) reported that intrinsic motivation had a significant positive effect on job satisfaction.
